ABSTRACT
INTRODUCTION
niversities are considered as the highest source of knowledge and as awareness production institutions, in addition to where manpower is trained in different fields of life (Khalid et al., 2012) . In higher education, a positive and healthy climate is needed for university faculty job satisfaction. A positive climate can increase a university academics' satisfaction with their occupation through the inclusion of a variety of factors, such as healthy working conditions, relationships with colleagues, support of research and teaching, appropriate salary, promotion opportunities, etc. Furthermore, this also increases the overall productivity that the educational institute fosters (Noordin & Jusoff, 2009) . Similarly, studies conducted by Santhapparaj and Alam (2005) and Baloch (2009) indicate that a positive climate at the university increases not only academic job satisfaction but also performance.
According to Davis (1981) , satisfaction in a specific profession links with the employee when the features of the job and the desire to perform the work are matched to the employee. It is an attitude that is developed by an individual to the work and conditions of employment (Luthans, 1994) . Çetinkanat (2000) highlights personal evaluation of occupational satisfaction, such as the position itself, attitude of the administrator or the results (pay, job security) of the employment. However, Jenaibi (2010) concludes that job satisfaction is an emotional state that can be evaluated by the workers' experiences or position and it is a state where an employee feels perfection in his/her work, value and worth of his/her work, and recognition.
Souza-Poza and Souza-Poza (2000a) and Miller (1980) maintain that job satisfaction was highest among employees who received the most reward. Another study at a Massachusetts higher education institution, conducted by Grace and Khalsa (2003) , concludes that professional development and salary package are the most important job satisfaction factors. However, the relationship behaviour of supervisory staff has an effect on academic job satisfaction (Graham & Messner, 1998) . Furthermore, Bassett's (1994) study also indicates that supervisors can increase the employees' job satisfaction. Similarly, results from Ellickson and Longsdon (2001) conclude that promotional opportunities have a positive impact on the employees' job satisfaction. Research by Berta (2005) finds that positive relationships with fellow workers increase with the job satisfaction. Similar findings by Ting (1997) support the findings that relationships with co-workers are improved when employees experience job satisfaction.
According to Arnold and Feldman (1996:86-89) , pay has a positive impact in determining job satisfaction. The study further reveals that promotion also influences job satisfaction, when compared to recognition, and achievement. Findings from research done by Baron and Greenberg (2003) indicate that when employees observe that their supervisors are fair, competent, and sincere, their level of job satisfaction increases. Results from a study done by Robbins (2002) indicate that the working environment increases employees' job satisfaction very positively. In a study by Danish and Usman (2010) , it is concluded that rewards increase and decrease the satisfaction of employees. Santhapparaj and Alam (2005) conducted a study in Malaysia on 173 academics of a private university. The results show that there is a relation between pay, promotion, fringe benefits, working conditions, support for research, support of teaching, and gender. Furthermore, they also indicate that pay, promotion, working conditions and support of research have a positive and significant effect on the university academics' job satisfaction. According to Oshagbemi (1997) , Oshagbemi (1999) , Oshagbemi (2000) , Fields and Blum (1997) , Mueller and Wallace (1996) , and Klecker and Loadman (1999) , an employee's job satisfaction usually depends on the individual's personal characteristics and characteristics of the job itself. However, age, gender, education status, hours of work, and the earning figure are the factors that affect university academics' job satisfaction. Siddiqui and Saba (2013) show that job security affects university academics' job satisfaction while fringe benefits have a low affect. Souza-Poza and Souza-Poza (2000a) identify that an employee's salary is a forecaster of job satisfaction. Furthermore, in his studies, Miller (1980) finds that employees who are better rewarded experience better job satisfaction.
METHODOLOGY
The objective introduced in this paper is to identify the main factors that affect university academics' job satisfaction. The identification was drawn from existing literature and the results of this paper were drawn by compiling job satisfaction factors affecting university academics. A systematic literature review was done based on the following steps: formulation of the review question, devising the search strategy, application of the study selection criteria, study design, and the quality appraisal (Croucher et al., 2003) .
RESULTS

Figure 1: A Proposed Framework On Factors Affecting University Academics' Job Satisfaction
The above framework clearly shows that the following factors contribute to university academics' job satisfaction: salary and compensation (pay benefits/fringe benefits), working conditions (relations with coworkers/interpersonal relations/fellow workers), promotional opportunities (opportunity for promotion/opportunity for advancement/progression in the job/rewards), work itself (feeling of independence/feeling of achievement/feeling of victory/self-esteem/feeling of control and other similar feelings obtained from work), 
